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Abstract 
The aim of the study was to analyze the perception of quality of life in the work of janitor employees. The design 
was descriptive with a mixed approach. The 11 janitor workers of a Faculty of a public university participated 
and they responded individually to a questionnaire. In addition, eight of them participated in semi-structured 
interviews where the theme of study was addressed. The results showed that janitor workers have a high general 
perception of the quality of life at work associated with a high level of subjective wellbeing and satisfaction with 
work, good health and social interaction with coworkers, boss and members of the organization. For all janitor 
workers, the family is a great motivator and support in their daily lives and works. However, a work-family 
imbalance was found that women perceive greater than men. 
Indexing terms/Keywords: quality of life at work, job satisfaction, subjective well-being, work-family balance. 
Subject Classification: Library of Congress Classification 
Type (Method/Approach): The study has a mixed methodology, uses survey and interviews  
Introduction  
At each stage of life, the person plays several roles that must be organized to achieve a balance that allows a 
satisfactory development and fulfillment that manifests itself in a well-being. A role that intervenes in multiple 
areas of personal, family, social and work life because it provides economic resources with which the person 
must meet their needs is the "worker" that is acquired by having a job, in other words a paid job . Work is one 
of the keys for personal development, for integration with groups of friends, for managing leisure and for the 
organization of life and home (De Miguel & De Miguel, 2002). 
The worker invests many hours of the day in a work space in which physical and social conditions converge to 
which he arrives with his particularities and personal aspirations that he must manage to achieve an efficient 
execution of his work and a balance between his work life and the external world. The quality of life at work is 
associated with objective characteristics of the work and the subjective evaluation that the person makes of 
them (Steffgen, Khol, Reese, Happ, & Sischka, 2015). The emphasis of the meaning of the construct is the 
worker's assessment of his work life, in the subjective, individual psychological experience and satisfaction 
(Lehman, 1988) and, it is important because it can support or not to health, safety and a better balance between 
the employee's personal and work life (Eurofond, 2016a). 
Having work is related to satisfaction with life (Kapitán, Kovaks & Krieger, 2005) that symbolizes a summary or 
global assessment of it as a whole (Castro-Solano, 2010) and, is affected by the ability of people to successfully 
harmonize work with family life (Wallace, Pichler, & Hayes, 2007). The balance work-family is characterized by 
feeling that they have been able to satisfy multiple demands of the domains of work and family (Greenhaus & 
Beutell, 1985). This balance is important to improve the quality of life in general and for the family to be 
sustainable in the face of the pressures faced by workers in today's world (Wallace et al., 2007). 
In recent decades, the importance of quality of life at work has been recognized for its influence on physical and 
mental health, job satisfaction, well-being and work-family balance of the employee and multiple investigations 
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(eg Beham & Drobonic, 2010; Bobé, Trobat, Sampietro, 2008; Dahl, Nesheim & Olsen, 2009; Eurofond, 2016a 
and b; Eurfond, 2017; Greenhaus, Collin, & Shaw, 2003; Steffgen et al., 2015; Wallace et al., 2007). However, 
specific studies on janitor employees are scarce in the international context and in Mexico they almost do not 
exist. Therefore, the purpose of this study was to analyze the quality of life at work in janitor workers. 
Literature review 
The concept of quality of life at work was used for the first time in the General Motors organization where it was 
necessary to evaluate employee satisfaction in order to develop programs that increase productivity (Goode, 
1989). The quality of life at work is based on the opinions, attitudes, expectations and interpretation of the 
workers on all the conditions of their work and satisfaction of their needs (Sirgy, Efraty, Siegel, & Lee, 2001) so 
it is directly associated with the worker's health and well-being (Steffgen et al., 2015). 
There are indicators of the quality of life at work. Some of the most important are social support (Bakker, & 
Demerouti, 2007; Beham & Drobonic, 2010; Drobnic, 2016), job security and salary (Clark, 2001, Dahl, Nesheim 
& Olsen, 2009). A well-paid job is associated with greater satisfaction at work and with life (Drobnic, 2016). Social 
support can provide emotional support, help to complete a task on time and to work efficiently because it 
reduces work overload (Bakker, & Demerouti, 2007). In addition, social support as well as the control that people 
feel about important things in their lives is positively related to mental health (Pearlin, 1999) and satisfaction 
with work-family balance (Beham & Drobonic, 2010). When there is a positive social climate at work, 89% of 
workers report working satisfactorily with their colleagues (Eurofond, 2016b) and when in the work environment 
there are poor social relations the risk of depression, anxiety and cardiovascular diseases increases (Hansen et 
al. al., 2006). Nowadays, some of the negative aspects of the work are the increase in time pressure and the 
difficulties to reconcile paid work and private life (Drobnic, 2011, Taylor-Gooby 2004). 
Quality of life at work and well-being 
Quality of life at work is strongly associated with the quality of life (Sashkin & Burke, 1987). Employees consider 
work as a resource for personal growth and social support (Karce & Booth-Kewley, 1993) so that the quality of 
life at work becomes a part of the quality of life of the person (Martel & Dupuis, 2006). Quality of life depends 
on culture and refers to the general well-being of people because it incorporates the balance between work and 
personal life, health and subjective well-being, among other aspects (Eurfond, 2017). 
Subjective well-being is a global judgment of the person's overall life (Diener, Sandvik, Seidlitz & Diener, 1993) 
that depends on beliefs and represents the overall effectiveness of an individual's psychological functioning in 
life inside and outside of work (Wright & Cropanzano, 2000). Fisher and Hanna (1931) found that 90% of 
employee turnover and 50% of absenteeism were due to difficulties associated with well-being. When workers 
report high job satisfaction and well-being, their job performance is high (Wright, Russell, & Bonett, 2007) and, 
when welfare is low, there is a negative association with job satisfaction (Cropanzano & Wright, 2001; Wright & 
Bonett, 2007). Workers who perceive a high level of well-being are more creative, resilient, socially related and 
physically and mentally healthy than those with a low level of well-being (Wright 2005). 
The subjective well-being has indicators such as autonomy, having time to enjoy life and satisfaction with life, 
(Eurofound, 2017). Satisfaction is a psychological state resulting from the difference between the situation in 
which a person finds himself and the situation in which that person wishes to be (Quilty et al., 2003). Satisfaction 
in a domain of life can influence the satisfaction of another domain (Sirgy et al., 2001). For example, job 
satisfaction can affect areas such as financial, family, social, leisure, health, etc. (Gropel & Kuhl, 2009). 
People with employment perceive much higher levels of life satisfaction than those who do not. In the United 
States, an important predictor of satisfaction with life is having a good job (Haller & Hadler, 2006) and the factor 
that most affects this satisfaction is having or not having a job (Frey & Stutzer, 2005). It is often assumed that a 
good job leads to satisfaction, which is not necessarily true. Various investigations have shown the "Paradox of 
Satisfaction" where women and men with few skills with jobs of low qualifications and well paid are satisfied 
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with their employment (Hakim, 2000). This Paradox is explained in men by salary, in women by family life and 
because both groups find external factors that compensate for the low quality of work. 
Job satisfaction is job specific, excludes other aspects of external life (Wright & Bonett, 2007) and is a predictor 
of life satisfaction, general well-being (Danna & Griffin, 1999) and effective work performance (Judge, Thoresen, 
Bono & Patton, 2001; Wright et al., 2007). Satisfied employees are motivated to work harder and offer better 
services (Gropel & Kuhl, 2009). In the Survey of Quality of Life at Work of the Ministry of Labor and Immigration 
of Spain in 2007, it was reported that in Catalonia overall satisfaction at work was 7.3 and satisfaction with the 
work activity developed of 7.7 out of a maximum average of 10 (Bobé, et al., 2008). 
Unfavorable work conditions reduce job satisfaction, affecting the physical and mental health of employees and 
increase turnover intentions (Cropanzano, Rupp, & Byrne, 2003). The work environment in the service sector 
produces emotional exhaustion, stress and low levels of job satisfaction that is reflected in a high rate of attrition 
(Hillmer, Hillmer, & McRoberts, 2004). Fahey Nolan and Whelan (2003) argue that a work environment that 
facilitates a balanced situation between work and family is crucial for the quality of life. 
Work-family balance 
The importance of the work-family balance is based on the idea that people with a favorable balance between 
these factors will have higher levels of quality of life at work and satisfaction with life than those with a poor 
balance in these aspects (Wallace et al., 2007). 
Work and family life are interdependent, they are not separate worlds (Greenhaus & Beutell, 1985) although in 
each of these dimensions people have different roles. The work-family balance is an evaluation of the individual 
of his working life, it is the degree to which he can satisfy his/her important needs through his/her experiences 
in the organization (Kiriago & Bwisa, 2013). The balance is determined by the feeling of having achieved a 
satisfactory resolution of the demands of both dimensions (Greenhaus & Beutell, 1985) and is essential to ensure 
that work is sustainable for all (Eurofond, 2018). 
Work-family experiences influence physical and mental health (Bianchi & Milkie, 2010). There is evidence that 
some people are able to combine work and family life satisfactorily while others, when trying, report high levels 
of stress (Strandh & Nordenmark, 2003). Greenhaus et al., (2003) found that professionals employed in public 
accounting who spent more time with family than at work perceived a better quality of life than people who 
spent the same amount of time on work and family, who in turn experienced a better quality of life than those 
who spent more time working than family. 
In the Sixth European Quality of Life Survey (EQLS) of 2016, problems related to work-life balance are measured 
with three questions: being too tired from work to do domestic work, experiencing difficulties in fulfilling family 
responsibilities for time what happens at work and having difficulty concentrating on work for family 
responsibilities (Eurofond, 2017)). 81% of European workers declare a good or very good harmony between their 
work and their family or social commitments. The number of workers who claim to perceive problems in the 
work-life balance at least several times a month had a significant increase, especially between 2011 and 2016 in 
all measured dimensions (Eurofond, 2017). 
The difficulties in balancing work and family life associated with the greater participation of women in 
employment are one of the main challenges of the current century (Taylor-Gooby, 2004). The Sixth European 
Survey on Working Conditions (EWCS) reports that women continue to take care of most of the unpaid work at 
home (Eurofond, 2016b) and that they experience more fatigue from work than men. Two thirds of women 
under the age of 34 are too tired from work to do housework at least several times a month. Two thirds of 
women under 34 are too tired from work to do domestic work at least several times a month and 41% have 
difficulty fulfilling family responsibilities for time spent at work. In 2016, 61% of men aged 35-49 reported being 
too tired to carry out housework after work and 42% had difficulty fulfilling family responsibilities for time at  
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work (Eurofound, 2017). Although, the time spent at work has a negative impact on family tasks, there is no 
significant difference between men and women (Eurofound, 2017). 
Families are changing with the structure of the workforce. This change implies that parents adapt to new roles 
within and outside the family (Podder & Poder, 2015). Although men help a little more in household activities, 
women continue to take care of most unpaid work in the home (Eurofond, 2016). Caring for children continues 
to be much more the responsibility of mothers than of fathers and paid work hours continue to be greater for 
fathers than for mothers (Bianchi & Milkie, 2010). Mothers perform a greater variety of tasks, spend more time 
alone with children and have more overall responsibility for caring for their children than parents (Craigh, 2006). 
Likewise, mothers' leisure is of lower quality than that of their parents because it is combined with other tasks, 
including childcare (Mattingly & Bianchi, 2003). The aspect of greatest difficulty in the imbalance between work 
and family life is the double burden of women (Hoem, 2000) because people have difficulties in adopting new 
roles (Hobson, 2002). 
The gender perspective argues that definitions of masculinity incorporate the role of the economic provider and 
that men resist doing tasks defined as feminine, especially when their performance as a provider is compromised 
(Bittman, England, Sayer, Folbre & Matheson, 2003). Therefore, the role of the provider remains important for 
men (Christiansen & Palkovitz, 2001). The study of the well-being state is through domestic equality and the 
distribution of domestic work / paid work (Podder & Poder, 2015) and in the present intra-family inequalities 
are a great obstacle to a work-family balance (Esping-Andersen & Myles, 2007). 
Materials and Methods 
This study is part of a broader investigation about the quality of life at work and this article presents only the 
results of the indicators of well-being, job satisfaction, personal satisfaction, working conditions and work-family 
balance. 
Design 
The study is descriptive with a mixed approach because quantitative and qualitative data were integrated for a 
better understanding of the information collected. 
Participants 
The total number of janitor workers (11) from a Faculty of a Public University of Mexico. Eight women and three 
men. The age range was 39 to 62 years (average 46.9 years), with a seniority in the position from 2 to 37 years 
(average 17 years). Five workers with a plant contract and six with a temporary contract. 
Materials 
First Survey of Quality of Life at Work of the European Foundation for the Improvement of Living and Working 
Conditions (Wallace et al., 2007). Nine questions are reported: two from the indicator of subjective well-being 
and the indicator of satisfaction at work, both on a scale of 1 to 10, two questions with five response options for 
indicators of working conditions, one related to the permanence in employment and another with stress at work 
and four questions with three options of response indicator work and life balance. Survey of Quality of Life at 
Work of the Ministry of Labor and Social Affairs of Spain of 1999. The data of seven questions are reported. 
Three questions the personal satisfaction indicator and two questions related to the family. All these questions 
have five response options. 
In addition, semi-structured interviews were conducted with key questions about social interaction in the 
workplace, satisfaction at work, physical health, family situation and use of free time. 
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All questions of the questionnaires and the interview were reviewed, analyzed and validated by three expert 
judges in labor and organizational psychology. 
Procedure 
The permission for the realization of this study was requested and obtained from the authorities of the Institution 
and that it was during the working hours of the cleaning employees. Subsequently, each worker was informed 
of the purpose of the investigation, of the informed consent where the anonymity and the confidentiality of the 
information provided were emphasized and their voluntary participation was requested. After the workers 
accepted and signed the informed consent, the work schedules were revised to locate the times of less activity 
or rest and to agree on a suitable agenda for the application of instruments. 
The questionnaires were applied individually. When a worker finished answering the questionnaires, he was 
invited to participate in an interview to deepen aspects of the quality of life at work. Seven workers agreed to 
be interviewed individually. 
A database with quantitative information was generated and descriptive statistics were used. The responses of 
the interviews were analyzed by two coders through a process of reading and rereading to identify key aspects 
reported in the specialized literature and emerging issues. All the extracts of a specific category were read, 
analyzed and compared again to corroborate or reconsider the assignment to a category or emerging theme. 
The reliability of the questions of the semi-structured interview was the product of the degree of overlap or 
pairing and interpretation of the most outstanding characteristics of the categorization made in the content 
analysis and the contrast of results with premises and theoretical constructs of the specialized literature. The 
validity lies in the intersubjective verification between the two independent coders who worked on identifying 
the categories of analysis and emerging issues through a reading and rereading process to compare both 
descriptions and discuss them to minimize overlaps until sufficient evidence and evidence is gathered to 
guarantee the veracity of the results. 
Subsequently, similarities and differences were identified with theoretical proposals and previous investigations, 
percentages were obtained from the detected categories, quantitative and qualitative results were integrated 
and inferences related to the study topic were made. 
Results 
The perception of quality of life in the work of janitor workers is high (Table 1). 
Table 1 General perception of the quality of life at work 
All participants Women Men 
Mean*  
4.3 4.4 4.2 
* Maximum Mean: 5 
The workers reported high subjective well-being and job satisfaction (Table 2).  
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Table 2   Perception of subjective well-being and satisfaction with work 
 Participants  Subjective well-being Satisfaction with work 
Mean* 
All 9.8 9.9 
Women 9.6 9.7 
Men  10 10 
* Maximum Mean: 10 
81% of the janitor workers perceive their job as insurance and think that they could hardly or very hard lose it. 
In addition, employees consider that their salary is adequate and a level of work stress higher than the average 
that is higher in men than in women (Table 3). 
Table 3 Salary and work stress 
Participants Adequate salary Work stress 
Mean* 
All 3.2 2.9 
Women 3 2 
Men 3.3 3.7 
* Maximum Mean: 5 
The interviews were characterized by short and specific responses from the janitor workers. The eight 
participants reported being satisfied with their work for reasons such as schedules that allow them to be with 
their children, security in the workplace, facilities for permits, benefits and vacations, etc. However, the most 
satisfactory for cleaning employees are social relations with teachers and students (43%), recognition of their 
work, external motivation to excel and autonomy in the performance of their duties (29%).  
In the labor context, the climate of social interaction is positive. 86% of workers report good relationships with 
their boss and 71% with colleagues. In the physical health dimension, 100% of the participants reported having 
a good night's sleep, 81% did not have medical permits in the last six months and the same percentage reported 
not getting sick frequently. 
The family is of great importance for janitor workers (Table 4). 
Table 4 Perception of the family 
Indicator Mean 
I have a good family relationship 4.7 
My family supports me in what I do 4.8 
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My partner serves as motivation 4.8 
I feel satisfied with my family 4.9 
My family is the most important for me 4.9 
* Maximum Mean: 5 
The interviews showed that all the workers live with the spouse or partner, 86% have children living with them, 
86% of the wives also work, 100% of mothers with children of an age school only attends school by grades and 
71% of men report that they collaborate in the work of the home. 
Women report a lower work-family balance than men (Table 5). 
Table 5 Time for activities related to work-family balance 
Participants  All  Women  Men  
Enough time % 
To do the job 81 86 100 
To share with the family 45 43 67 
To help in the works of the house 54 43 100 
To go out with friends 36 14 86 
 
Discussion 
In the janitor workers, the general perception of quality of life at work, subjective well-being and job satisfaction 
were at a very high positive level and were reflected in their indicators of social support, job security and health. 
These associations have also been found in previous research (eg Bakker, & Demerouti, 2007, Beham & 
Drobonic, 2010, Drobnic, 2016, Clark, 2001, Dahl et al., 2009, Eurofond, 2016a, Steffgen et al., 2015). Employees 
perceive a satisfactory social work climate maintained by social support that is revealed in good relations with 
bosses and colleagues, with teachers and students who recognize the importance of their work and are a source 
of external motivation to overcome. Most workers perceive that it is difficult or very difficult for them to lose 
their jobs and they would like their salary to be a little higher.  
Satisfaction with work in men was total and in women slightly lower. The high job satisfaction of the cleaning 
workers is related to the Paradox of Satisfaction (Hakim, 2000) because although the work is of low qualification 
they are satisfied with their employment, the salary is adequate and the working hours allow to attend at least 
partially to the family. In this case, the job satisfaction in addition to working hours that allow being with the 
children were: security in the workplace, facilities for permits, benefits and vacations, etc., and social support in 
the workplace. These results are consistent with the report of the Survey of Quality of Life in the Work of the 
Ministry of Labor and Immigration of Spain of 2007 that indicates a high level of global satisfaction with work 
and with the labor activity carried out by workers (Bobé et al. al., 2008). 
Work stress was higher than the average, and higher in men than in women. However, in the janitor workers 
these levels of stress have little impact on their physical health because most of them do not get sick frequently, 
have not had medical permits in the last six months and reported sleeping well. An explanation of the diffuse 
effect of stress is that the high perception of quality of life at work and job satisfaction has a protective role that 
counteracts the adverse consequences that these levels of stress could cause. 
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In the employees of the cleaning the subjective well-being was very high and when integrating it with the high 
labor satisfaction it bases the high quality of life in the work and allows to infer that the objective and subjective 
contextual working conditions that circumscribe the position that they perform are adequate and that meet 
their needs (Sirgy et al., 2001). The positive relationship between job satisfaction and subjective well-being was 
previously reported by Cropanzano and Wright (2001) and Wright, Russell and Bonett (2007). In this study, the 
association between a high level of well-being, physical and mental health and appropriate social relationships 
(Danna Griffin, 1999, Wright 2005) was manifested when workers in addition to high subjective well-being 
reported having good health and perceiving a social work climate satisfactory. 
The family is one of the axes of life of the Mexican. The janitor workers declared that the family is the most 
important thing for them, that they are very satisfied with their families, so it is a significant source of support 
and motivation. Sirgey et al. (2001) argue that satisfaction in one domain of life can influence the satisfaction of 
another domain. Cleaning workers perceive that they have a high quality of life at work, high job satisfaction, 
good health, high satisfaction with the family and a high subjective well-being that is the overall assessment of 
their lives (Diener et al., 1993) so it is inferred that these areas of life are closely related and influence each other. 
All workers live with their spouse or partner who also has a job and they have children of different ages who 
almost always live with them even if they are married. This composition of the families showed that women have 
a greater workload than men because of the responsibility assumed for unpaid work in the home and for a job. 
Men are perceived more as providers of economic resources than as responsible in the work of the home. 
Janitor employees have difficulty balancing their work and family life. The work-family imbalance was observed 
in the perception of the investment of sufficient time to carry out work activities related to the family, housework 
and friends. Almost all men and women believe that the time that the time to perform their work tasks is 
sufficient, but that the time available to be with the family is much smaller and even more reduced for 
coexistence with friends. 
The comparison by gender indicates differences in the perception of time to perform activities at home. All men 
believe that it is enough and less than half of women think the same. This disparity is an indicator that although 
men collaborate in household tasks, women continue to take care of most of this work (Eurofond, 2016). 
The most marked discrepancy between genders is in the perception of time to go out with friends since most 
men consider that it is enough and almost no woman thinks that this is the case. Going out with friends is a 
leisure activity that in general terms has a lower quality in mothers than in parents, in them it is combined with 
other tasks such as childcare (Mattingly & Bianchi, 2003). 
In this study, women only attend their children's school to collect grades, which implies that attention to their 
children's academic training is limited and none of the participants reported having their partner support them 
in this function, so that man's participation in it is supposed to be reduced. This result is consistent with previous 
studies that found that the general responsibility and care of the children is still much more in charge of the 
mothers than of the parents (Craigh, 2006). Men should further modify their role as an economic provider to 
support more in housework and childcare than is traditionally done. The transformation of the man's role is 
happening, since most of the cleaning workers reported collaborating in the housework. 
Conclusions 
Cleaning workers perceive a high quality of life at work and job satisfaction associated with a satisfactory social 
work environment expressed in social support, autonomy in the performance of their duties and safety in their 
job. 
The workers reported a slightly high level of stress and an imbalance between work-family. They also perceive 
a high quality of life at work, high job satisfaction, a high level of subjective well-being and the family as an axis 
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of life, motivator and support that can be protective factors that probably allow them to properly face adverse 
components of n the everyday life and work such as stress and work-family imbalance. 
The lack of balance in the work-family balance is much more accentuated in women than in men, particularly in 
the distribution of household chores and the care of children that continues to be a responsibility mainly of 
women although men collaborate in these activities. 
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